Glass ceiling syndrome can be described as invisible and unbreakable barriers that keep a special group, such as women or any minorities, from progressing in their professional career, regardless of their ability or qualifications. Unseen barriers prevent women from promotion and, workforce. Gender-based discrimination in promotions is more intense at higher levels, but it is felt in every stage of business life. In this study, the glass ceiling perception of men and women employees working in public and private sectors was targeted by evaluating some variables. As a result of the study, it is expressed that women confront the glass ceiling syndrome much more than men. The factors affecting the glass ceiling were identified as gender, age, marital status, promotion, working in public or private sector and additional income.
Introduction
The development of education and information technology and understanding the importance of women's work have resulted in an increase of the number of women employees. The increase in the quality and capacity of their work in the service sector has brought about some changes in the social structure.
Glass ceiling on the basis of gender can be defined as limiting the chance for promotion, duties and responsibilities by invisible organizational or perceptual barriers [1] - [3] .
Women encounter the glass ceiling in their careers particularly in the areas of work authority, prestige, trust, wages, being kept at a secondary role in terms of responsibility and duty. This ambivalence is not expressed bluntly, in contrast; it is expressed implicitly by rather preferring men in the organizational structure. Lockwood (2004) dealt with exposure of women to the glass ceiling syndrome in three different dimensions: 1-women are not more ambitious in working life compared to men; 2-pressure between family responsibilities and incurred tasks; 3-the glass ceiling syndrome occurs around high positions in business life. As such, it has been pointed out that managerial rank and high positions increase the rigor of glass ceiling syndrome [2] .
In this study, the glass ceiling perception of men and women employees working in public and private sectors was targeted by evaluating some variables. As a result of the study, it is expressed that women confront the glass ceiling syndrome much more than men. The factors affecting the glass ceiling were identified as gender, age, marital status, promotion, working in public or private sector and additional income.
Literature Review
Society is composed of individuals. Individuals, constituting society from the moment they were born, have a social gender at every stage of their life besides they have a gender of their own. Attributed gender characteristics vary according to the societies. For example, "men do not cry" and "Cry, you can relax" statements are traditionally used for men and women respectively in the Turkish society [4] .
Gender discrimination is a taboo that exists as an invisible hierarchy in every society. This hierarchy can be associated with dominance or force acquisition in social roles [5] .
Gender differences caused development of the concept of division of labor and stakeholders in society. Accordingly, specific roles and duties for men and women in society are determined by an invisible network. Bhasin (2003) claims that tasks given to the boys and girls are not based on personal preferences and abilities but on the social norms of the society [6] .
There are many theories explaining the problems experienced due to gender differences. The common point of these theories is their attempt to explain why women have stayed at the background rather than men. Albert Bandura's Social Cognitive Theory explains the gender development and its differentiation. Individual, environmental and behavioral factors affect the perception of community. On the other hand, according to social learning theory, modeling, direct experience and learning are highly essential [7] . Lawrence Kohlberg's Cognitive Development Theory, originally conceived by Swiss psychologist Jean Piaget, states that the individual learns to behave himself in the presence of appropriate gender socialization. Cognitive consistency develops simultaneously with child's growth. So, a child gains the rules of moral behavior and immutable stereotypes according to gender [8] .
Sandra Lipsitz Bem's Gender Schema Theory can be described as the intersection of social learning and cognitive development theories. Individuals have coded the sexual differences related to the definition of cultural diversity. In this theory, there is an inverse relationship between the masculine behavior and feminine posture. "Androgyny" definition related to Bem Sex-Role Inventory (BSRI) is a measure of masculinity, feminity and gender roles, which defines how people identify themselves. "Androgyny" describes individuals feminine or masculine depending on the individual and environmental factors [9] [10] . In this study, androgens expressed that they provided a more harmonious and a successful adaptation to society. Alice Eagly's Social Role Theory expresses that men and women in society have different status. She worked on various fields such as prejudice, sex differences, and attitudes. This theory attributes current gender differences to the labor division between men and women [11] . Especially, if task and status of women increase in managerial areas, it is said to decrease gender discrimination. Social pressure is a factor affecting the behavior of individuals. Therefore, if the role differences between men and women decrease, so does the social discrimination [12] .
Percent of employment according to marital status of men and women in Turkey is depicted in Table 1 . Between 2004 and 2013, the number of working single women increased 4.7%. In the same period, the proportion of married women in business life increased 8.9%. The 10% increase of the divorced laboring women is also noteworthy.
Considering women in business life in Turkey, there are three different groups. These are unpaid workers in family businesses in the agricultural sector, low skilled employees in low paid labor-intensive business area, and finally highly trained employees [13] . nificant reduction of ratio of women in the agricultural sector, while those working in the industry stay relatively unchanged.
Considering the distribution of residence of men and women, those rates working in public or private sector are very close together ( Table 3) .
According to a study [14] , women working in management positions in the public sector is 16% and there are only 530 women top managers.
According to another survey on managers based on gender, female managers are more successful on emotional intelligence and empathy and prone to team work and cooperation than males. Additionally, women have been preferred over men for being more patient by employers [15] . However, promoting to managerial position is extremely difficult for women due to the fact that women are less competitive and reckless [16] . This claim can be defined as the core of gender discrimination in management.
Terzioğlu and Taşkın's (2008) study [17] states that men are more independent and they can eliminate the unfavorable issues easily than women when they decide to do something. In managerial process, women are integrative and polite, focused on details and use appropriate expressions while men are rigid, stable, and authoritative and advocate discrimination if they feel it is required [18] .
Methodology
A scale originally constructed by Karaca [19] , which was tested/retested for validity and reliability, was prepared to measure the perception of glass ceiling syndrome. In this scale in Appendix, the problems that women face during their career are divided into three main sections: Individual, organizational and social obstacles. The three main groups have eight sub-dimensions ( Table 4) .
Undertaking multiple roles refers to the struggle of caring for the home and children while progressing in the professional career. Various responsibilities of women in their life summarize the women's undertaking of multiple roles.
Women's personal perceptions should be evaluated at the same level as undertaking multiple roles. Considering the cognitive or behavioral dimension, women may be more prone to professional deterioration, occupational burnout, and fatigue sensations. Thus, withdrawals, exhaustion, lack of enthusiasm, and cynicism in women's personal perception are severe factors distorting motivation in their life.
Organizational culture represents the collective values, beliefs and principles of members of the organization and is a product of factors such as history, type of employees, management style, and national culture. Culture [20] .
Organizational policies are associated with the decisions of the senior managers of the organization and the organizational culture. In order to achieve the development goals of organization, it can be taken some managerial decision on human resources bound to gender. The policy to send only male employees to overseas offices of the organization is an example.
Mentoring can be described as seeking help from someone to reach out knowledge. The combination of the knowledge is an important factor in the career. Physical conditions of the working environment and cultural elements block mentoring.
Avoiding informal networks explains person who refuses or avoids participating in the social events at the workplace. Compared to men, women are less likely to take part in coffee breaks, tieless meetings or social meetings that increase the harmony among employees [21] [22] . Therefore, avoidance of social events is believed to be an important factor of the glass ceiling effect.
Occupational segregation refers to gender discrimination regarding cultural attitudes. It is the distribution of people across and within jobs and tasks, based on gender differences. For example, execution of the profession may vary between men and women according to the social perception.
Stereotypes refer to the prejudices and stereotypical perception of the behavior of women and men in society. For instance, masculinity is a set of attributes, behaviors, roles and male-dominated jobs based on physical and mental force such as policing, being a top manager are generally associated with masculinity.
In this study; volunteers working in the public and private sectors in Istanbul province between 01/11/2015 and 30/12/2015 were included. For private enterprises 10 companies operating in the field of international trade were chosen. The chiefs of human resources department in these companies were contacted and all the employees were invited to participate in the study.
In the public sector, civil servants working at the governorate's sub-units (directorate of education, population, internal revenue, hospitals, police department, etc.) were included. Administrative employees in the public sector were reluctant to participate; therefore volunteers from all entities were included in the study.
All subjects participating in the study had a possibility of promotion in their occupation. Employees with no possibility of promotion were excluded.
With the help of the chiefs of the human resources departments of companies and institutions, questionnaires and scales were sent by electronic mail to all employees and feedbacks were requested.
782 participants from the ten private enterprises have a possibility of promotion. The number of employees in the public sector could not be counted. 651 employees participated in the study.
The data collection materials consisted of two parts. The first part measured the perception of gender discrimination using Karaca (2007)'s scale of glass ceiling syndrome. There are eight subscales under three main headings of this scale. Cronbach's alpha value of the questionnaire was measured as 0.800. In the second part, socio-demographic characteristics of participants were surveyed.
The answers given to the questionnaire were analyzed and results have been interpreted by SPSS (ver 20.0.) software.
Results
The youngest of 651 participants of the study was 21 years old, while the oldest was 48. The average age was 29.1.
Almost all of the participants (93.2%) were female. Women are the majority and it is important in measuring the glass ceiling perception. Half of those (52.8%) graduated from vocational school or higher. 44.2% of them were in the public sector, working as a civil servant, the rest worked in the private sector. 70.7% were married and 56.4% had dependents. 54.9% of them described their financial status as moderate or good. Most (69.7%) expressed that they had additional fixed income contributing to the family budget. Nearly half of the employees who participated in the study (48.5%) expected promotion ( Table 5) .
When the glass ceiling syndrome and sub dimensions' descriptive statistics (X mean ) are examined; it can be said that the existence of glass ceiling syndrome is a phenomenon ( Table 6 ).
The joint impact of gender and age on the glass ceiling was not statistically significant (p = 0.107, p > 0.05; tested by Univariate Analysis of Variance). Men and women did not differ depending on the age for the perception of the glass ceiling ( Table 7) .
There was a negative correlation between all the determined variables and perceived glass ceiling syndrome. When age, tenure, number of children, awards and promotions increased, the perception of glass ceiling decreased ( Table 8) .
When the correlation between the scale of the dimensions of the glass ceiling syndrome was examined ( Table  9) , there was a: Table 7 . Univariate analysis of variances and glass ceiling syndrome.
Sig.
Glass ceiling syndrome 1.320 5 13 0.107 Glass ceiling syndrome and its sub dimensions were analyzed with several variables using the Independent Sample t Test (Table 10 ).
In the glass ceiling syndrome, statistically significant difference was observed between gender (p = 0.000), marital status (p = 0.001), promotional expectations (p = 0.004), working in public or private sector (p = 0.000) and several demographic variables. Additional income was not a specific determinant of glass ceiling (p = 0.119).
According to results in Table 9 , women and married ones feel the effect of the glass ceiling syndrome more severe than their peers. Similarly, private sector employees with promotional expectations expressed that they felt the glass ceiling more than their counterparts.
When analyzed in terms of sub-dimensions; mentor deficiency, occupational segregation and perceptions of stereotypical bias created a statistically significant difference.
The effects of independent variables on the glass ceiling perception were examined by multiple regression analysis. When analyzed the model summary, independent variables were found to explain 70% of the variance (R 2 = 0.704) of the glass ceiling perception. All of the tested independent variables of the glass ceiling perception, gender, sector difference, additional income, marital status, and promotion expectations, were significant predictors of the perception of the glass ceiling (Figure 1) . 
Discussion
Since almost all of the participants had a vocational school degree or higher, promotional possibilities seem to be very important for them. Considering sub-dimensions, it can be said that the intensity of glass ceiling perception is in moderate level. In previous studies [23] - [25] , women expressed eagerness to participate in career training, to develop social relationships, and to show high performance in order to break the hard glass ceiling. In this study, women who face the glass ceiling appear to accept it rather than struggle with it. The increase of age, tenure, number of children, awards, and promotion was found to decrease the glass ceiling perception. From this perspective, employees become accustomed to the glass ceiling syndrome during their career. They may partially give up their ideals and their priorities might change in the life or their families may become their first priority. Depending on age and seniority at work, being "old" can be explanatory. This idea may be explained by Alice Eagly's Social Role Theory. The increasing status of women in business life has led to reduction of the gender discrimination cases [12] .
A strong correlation among the subscales was observed. Undertaking multivariate role of women in the work and family life is important to influence their personal perceptions and organizational culture/policies. Furthermore, it is noteworthy that there is a linear correlation between organizational culture/policies and informal networks including external business facilities. Women are believed to participate informal networks less than their male counterparts [22] [26] . In this context, using the informal networks should be accepted as an important issue when considered with organizational culture and policies.
The increasing occupational segregation referring gender differences was observed to affect the stereotypical bias in the same direction (r = .699, p < 0.01). Therefore, women working in perceived masculine occupations may face much higher stereotypical bias. Bhasin (2003) examines the role of gender-specific social norms [6] . The boys and girls in society are given the tasks granted by social norms, not according to personal preferences and abilities. Thus, social norms are thought to play an important role in the formation of stereotypical prejudices. In this study, a difference in the perception of the glass ceiling between men and women was observed. Women felt facing more obstacles than men did. Similarly, those who were married, those who expected promotion and those who worked in private sectors expressed that they felt glass ceiling effect more than their peers. Thus, disappointment in promotion leads to decrease the tension of glass ceiling effect. As Hirata et al. [5] pointed out, glass ceiling based on gender discrimination and hierarchy was associated with a dominance or force acquisition in social roles.
Married women, who undertake the responsibilities of the job and the household tasks, felt the barriers more than men. Therefore, roles of women in society affect the glass ceiling perception and change women's priorities such as family responsibilities.
Gender, employment status (private or public employee), having additional income, marital status and promotion expectations were significant predictors of the glass ceiling syndrome. Thus, these predictors can be listed as factors which influence the intensity of glass ceiling perception.
Conclusions
The analysis in this study, including 651 participants, showed that women confront the glass ceiling more than men. The differences which can be attributed to diverse variables can be explained by social roles in society.
In this study, participants' sample is an important limitation to explain why women expose to gender differences in their professionals. However, acceptable findings to identify the glass barriers have been determined by using a tested/retested scale.
Is the glass ceiling phenomenon surrounded by invisible walls in organizations a coincidence? This study suggests some essential empirical answers. Undertaking multiple roles, organizational culture and policies, women's personal perceptions, using informal networks, mentor deficiency, occupational segregation and stereotypes should be considered when we try to deal with discrimination in businesses.
The most important conclusion of this study is the identification of the predictors of discrimination in organizations. Gender, employment status, having additional income, marital status and promotion expectations are significant predictors of the glass ceiling syndrome.
